Counterproductive behaviour exhibited by hotels workers in Port Harcourt is alarming. Despite the consequences of deviant acts, operators of the hotel industry in Port Harcourt are less minded on the organizational antecedents of workplace deviant behaviour. This study proposed an integrated model that explains the relationship between organizational predators and workplace deviant behaviour (OP-WDB) in the hotel industry in Port Harcourt. The study used a structured questionnaire and sampled 138 hotel staff in Port Harcourt. Pearson Moment Correlation analysis was used. The result shows that four of the six organisational predictors have a positive and significant relationship with deviant behaviour in respect of hotels in Port Harcourt. The F-statistic was statistically significant indicating a valid model. It is recommended that hotel managers should promote the cordial relationship between managers and their subordinates for enhanced employee's civility behaviour. In addition, hotel owners and managers should formulate policies that can forestall a positive hotel work climate for employees. Once more, hotel managers should ensure that daily employee's activities are scientifically measured to avert cases of work overload. Finally, hotel managers should lead by example and ensure that employees' trust in management is total.
INTRODUCTION
Deviant workplace behaviour (DWB) is a prevalent and costly phenomenon for organizations including the hotel industry. Studies have shown that deviant workplace behaviour not only cost organizations substantial amount of money annually but have negative and psychological consequences for employees as well (McCardle, the well-being of employees and the organisation itself.
The index in the definitions reviewed shows that workplace deviance is intentional acts that harm the organization or people in the organization. As it applied to this study, deviant behaviour is described as when a hotel organization's customs, policies, or internal regulations are intentionally violated by an individual or a group to jeopardize its well-being and that of its employees.
Predictors of Deviant Behaviour
Past researchers argued that certain organizational related factors make organisations more vulnerable to employees' workplace deviant behaviour (Henle, 2005; Abdul, 2008) . From the social exchange perspective, individuals in organisation are more likely to reciprocate with destructive behaviour with the existence of workplace condition (Alias, 2013) . Researchers found that organizational-related factors such as organizational ethical climate (Andreoli and Lefkowitz, 2009) ; organization justice (Jones, 2009) ; perceived organizational support (Monnastes, 2010; Balducci et al., 2011) supervisory support (Balducci et al., 2011 ) job demand (Balducci et al., 2011 Fransson et al., 2012) organizational trust Balducci et al., 2011) are pertinent factors in employees' inclination in destructive behaviour.
However, the results of empirical studies that determined reasons employees engage in deviant behaviour are inconsistent. We also argued that limited study has assessed predictors of deviant behaviour specifically in the context of hotels in Port Harcourt. The selection of the key constructs and variables such as organizational support, ethical climate, organizational justice, supervisory support, job demand, and organizational trust, in this study, reflected the boundaries that this study places in limiting its scope.
Theoretical Underpinning: Social Exchange Theory
This study adopted the social exchange theory. Social exchange theory was developed by Blau in 1964 quoted in Alias (2013) . The theory was originally used to explain the motivation behind attitudes and behaviours exchanged between individuals (Shore et al., 1999) . The theory posits that individuals who perceived that they are receiving unfavourable treatments are more likely to feel dissatisfied. Consistent with the norms of reciprocity, when individuals are dissatisfied with their employers, they may reciprocate with destructive behaviours. The theory predicts that individuals retaliate against any dissatisfying conditions at a workplace by engaging in negative behaviours. This implies that social exchange theory was used to explaining the relationships between organizational-related factors and workplace deviance.
Social exchange theory has been frequently used by researchers to explaining the occurrence of workplace deviance (Mitchell and Ambrose, 2007; Alias, 2013) . The theory has often been used to study organisations in an attempt to better understand the reciprocal relationship that develops between employees and the organisation (Castro et al., 2004) . This view suggests that when an employer provides employees with fair treatment, the employees will perceive high levels of support from the organisation and as a result feel obligated to. Based on these principles it can be argued that individuals who receive greater support from their organisations will be more inclined to return the act of goodwill (Allen et al., 2003) . Furthermore, Allen et al. (2003) argue that the inverse is true where employee's perception of low organisational support may result in deviant behaviour.
Researchers such as Glomb and Liao (2003) ; Brown and Treviño (2006) and Mitchell and Ambrose (2007) have employed social exchange theory to explain the phenomenon of workplace deviant behaviour. They argued that employees that have high quality of exchange relationship with their superiors are less likely to engage in destructive behaviours. Subsequent studies have included organizational-related factors such as organizational ethical climate (Andreoli and Lefkowitz, 2009 ) organization justice (Jones, 2009 ) perceived organizational support (Monnastes, 2010; Balducci et al., 2011) supervisory support (Balducci et al., 2011 ) job demand (Balducci et al., 2011  employees' inclination in destructive behaviour.
As it relates to the current study, the theory posits that individual employees in the hotel industry in emerging countries and more so in Port Harcourt, Nigeria will retaliate against any dissatisfying work conditions such as organizational support, ethical climate, organizational justice, supervisory support, job demand, and organizational trust thus, behave defiantly. In view of the applicability of the social exchange theory to the present study, the researchers adopted these six organizational variables as the predicting factors of deviant behaviour in hotels in Port Harcourt.
EMPIRICAL REVIEW

Organizational Support and Deviant Behaviour
Organizational support refers to staff perception that their management appreciates their contributions, compliments them, and genuinely cares about their well-being (Alias, 2013) . Organisational support refers to employees' global beliefs concerning the extent to which the organisation values their contributions and cares about their well-being (Eisenberger et al., 2001) . It has been reported that perceived organisational support is related to workplace deviant behaviour Sady et al., 2008) . According to Eder and Eisenberger (2006) perceived organisational support would increase employees' obligation to assist the organisation in achieving its goals hence, making them shun acts of deviance. Salas (2009) revealed that employees who feel that their organisation is not supportive were more likely to engage in destructive behaviour. Accordingly, organisational researchers argue that within the employer-employee relationship, not only are impersonal resources such as money, services, and information exchanged, but also socio-emotional resources such as approval, respect and support (Rhoades and Eisenberger, 2002) . These contribute towards employee's perception of organisational support (Rhoades and Eisenberger, 2002) . If employees feel that they are supported by their companies, they will more likely refrain from stealing and other deviant acts (McClurg and Butler, 2006) . Furthermore, perceived organisational support was found to be negatively associated with supervisor-rated production deviance (Stamper and Masterson, 2002) and interpersonal deviance at work (Colbert et al., 2004) . A study in the US conducted by Monnastes (2010) revealed that the correlation between perceived organizational support and organizational deviance was stronger compared to the relationship with interpersonal deviance. The index in this literature shows that when perceived organisational support is unpleasant, negative moods and feelings about organisational support will cause employees to act defiantly. As such from the previous discussion, we assume the following hypotheses:
H1. Perceived organizational support has a positive influence on deviant behaviour among hotel staff in Port Harcourt.
Supervisory Support and Deviant Behaviour
Supervisors act as agents of the organization, having responsibility for directing and evaluating subordinates' performance. Employees view their supervisor's favourable or unfavourable orientation toward them as indicative of the organization's support (Eisenberger et al., 2004) . Additionally, employees understand that supervisors' evaluations of subordinates are often conveyed to upper management, further contributing to employees' association of supervisor support with perceived organisational support (Stander and Rothmann, 2008) . Supervisor support has a direct effect on levels of perceived organisational support (Liu and Jang, 2009) indicate that high levels of POS are related to supervisor support because they are seen as agents of the organisation and thereby represents the organisation's commitment to their employees. Employees experience high levels of POS when supervisors value employee's contributions and care about their well-being (Eisenberger et al., 2004) . The index in this information shows that not only workgroups influences employees behaviour rather, supervisory support is a factor.
The way managers behave influences the way lower level employees and the whole organization behave when facing ethical dilemmas (Kaplan et al., 2007) . Just as employees form global perceptions concerning their valuation by the organization, they develop general views concerning the degree to which supervisors value their contributions and care about their well-being (i.e. perceived supervisor support) (Krause, 2004) . Deviant workplace behaviour as an act of retaliation can be the consequence (Pamenter, 2002) . Hence, frustrated and maltreated employees will sabotage organizational property; another plausible outcome is workplace aggression (Pamenter, 2002) . If supervisor and subordinate do not get along personally or professionally, interpersonal conflicts are the result (Everton et al., 2007) . The consequence is that employees will try to avoid that person, and due to less motivation they will work less and consider quitting hence, forms of deviancy (Everton et al., 2007) . The better the alignment between words and deeds (behavioural integrity) of the manager, the greater credibility he has and the greater will be the trust of his employees. When managers show greater behavioural integrity, employees will be more satisfied with their jobs. Furthermore, there is a link between job satisfaction and lower absenteeism and turnover (Davis and Rothstein, 2006) . As such from the previous discussion, we assume the following hypotheses:
H2. Perceived supervisor support has a positive influence on deviant behaviour among hotel staff in Port Harcourt.
Organizational Justice and Deviant Behaviour
Organizational justice refers to the study of fairness within organizational settings (Greenberg, 1990) . It is concerned with the fair treatment of employees (Randeree, 2008) . The construct was categorized into three subdimensions, namely procedural justice, distributive justice and interactional justice (Ambrose et al., 2002) . Justice or fairness in organizations may include issues associated with perceptions of fairness in pay, equal opportunities for promotion and employee selection processes (Tabibnia et al., 2008) . Organizational justice theory relates to the perceived fairness of processes, outcomes and interactions within the decision making processes of an organization between those who manage and those who are managed (Nowakowski and Conlon, 2005) .
The relationship between injustice and workplace deviant behaviour has been well documented. Empirical studies by Ambrose et al. (2002) and Jones and Skarlicki (2005) indicated that organisational justice is a strong predictor of sabotage (i.e. damaging or disruptive behaviour) and other negative behaviour. Organisational injustice conveys a message to an employee's perception that he or she is not being treated fairly by the organisation, superiors and colleagues (Greenberg, 2004) . Lawrence and Robinson (2007) categorised Organisational justice as a source of employees' frustration. They highlighted that if the power enacted is perceived as unfair, frustrations are likely to increase, perceptions of injustice might arise and workplace deviant behaviour increases (Sims, 2010) .
Further examples of feelings of injustice include individual beliefs that he or she is not being compensated properly and being mistreated by their superiors (Mitchell and Ambrose, 2007) . The feelings of frustration lead to negative behaviour at the workplace. Thus, we believe that overall organisational justice is an important construct in explaining support personnel's engagement in workplace deviant behaviour. As such from the previous discussion, we assume the following hypotheses:
H3. Perceived organizational justice has a positive influence on deviant behaviour among hotel staff in Port Harcourt.
Ethical Climate and Deviant Behaviour
Ethical climate can be defined as the length of application of ethical judgment to business activities (Peterson, 2002; Cullen et al., 2003) . It is a form of applied ethics or professional ethics that examines ethical principles and moral or ethical problems that arise in a business environment (Barnett and Vaicys, 2000) . Ethical climate refers to the moral atmosphere of the work environment and the level of ethics practiced within a company (Martin and supportability, transparency, discuss ability and sanction ability. These virtues reflect the capacity of an organization to stimulate ethical conduct of employees. The ethical climates of work groups, that individuals are part of, are more likely to predict deviant behaviour than the climate of the whole organization (McClurg and Butler, 2006) . Hence, it is crucial to create strong ethical climates in order to prevent unethical acts (Kaptein and Schwartz, 2008; Leung, 2008) . Both the ethical climates of the work group and the whole organization will affect theft rates and other deviant behaviour (McClurg and Butler, 2006) .
Empirical results have shown that instrumental climates were most predictive of production deviance including working on a personal matter (Peterson, 2002) . Organizations in which individuals are primarily concerned about their self-interest are most likely to be affected by such deviance (Appelbaum and Shapiro, 2006) . A survey has shown that purchasing executives are more likely to repay vendors for gifts or favors when they perceive the ethical climate of their organization to be centered on self-interest (Martin and Cullen, 2006) . Benevolent climates are negatively related to production deviance, political deviance, and personal aggression (Peterson, 2002) . A lack of principled climates is a predictor for deviant behaviour (Martin and Cullen, 2006) . Principled climates are negatively related to production deviance and property deviance (Peterson, 2002) . Rules climates are closely linked to property deviance (Appelbaum and Shapiro, 2006) . Organizations that foster adherence to internal policies have the lowest risk to be victim of property deviance such as stealing and sabotaging equipment (Appelbaum and Shapiro, 2006) . Positive evaluations of an organization's ethical work climate lead to higher job satisfaction (Mulki et al., 2008) . Caring climates and principled climates are positively related to employee's job satisfaction, while the instrumental climates are negatively related (Martin and Cullen, 2006) . The more positive the climate is the higher will be the trust in supervisors. Trust in supervision comes along when employees have a fair relationship with their supervisor. When employees perceive their work climate to be ethical they have more trust in their supervision. Trust in supervision is also an antecedent to higher job satisfaction (Mulki et al., 2008) . As such from the studies reviewed, we assume the following hypotheses:
H4. Ethical climate has a positive influence on deviant behaviour among hotel staff in Port Harcourt.
Job Demand and Deviant Behavior
Different researchers have come up with different definitions of job demand. Job demand is described as the general tasks, or other related duties, and responsibilities of a position (Aswathappa, 2002) . Bhanugopan and Fish (2008) and Winter et al. (2000) viewed job demand as attitudinal response among the employees which includes role stress, job characteristics, and supervisory, structural and social characteristics that directly and indirectly shape employees' experiences and attitudes. Based on the review above, job demand is an organizational factor that can arouse employee stress which is manifested by employees engaging in workplace deviant behaviour.
Past researcher has found that job demand can increase employees' strain which eventually causes stress and depression (Xanthopoulou et al., 2007) . Employees feel tired and faced with emotional depletion, which may lead them to act contrary to organizational norms (Deery et al., 2002) . Numerous researchers also opined that job demand can increase employees' burnout which may result in many forms of employee workplace deviant behaviour (Schaufeli and Bakker, 2004; Xanthopoulou et al., 2007; Balducci et al., 2011 ). (Fox et al., 2006 found that job demand influence workplace deviant behaviour. The feeling of being threatened by excessive job demand experienced by employees (Rodell and Judge, 2009 ) engenders negative outcomes. Golparvar et al. (2012) and Edmondson (2008) described that increases in job demand lead to employee negative emotion and eventually result in them engaging in negative behaviour.
Other researchers have also found that job demand increases employee job stress; hence resulting in them engaging in deviant workplace behaviour (Sanne et al., 2005; Tepper et al., 2009) . Balducci et al. (2011) found that job demand is associated with deviant workplace behaviour. Besides, high workloads are also found to have a relationship with negative emotion and behaviour (Grandey et al., 2002) . Based on these considerations, we hypothesized that: H5: Job demand has a positive influence on deviant behaviour among hotel staff in Port Harcourt.
Organizational Trust and Deviant Behavior
A commonly used definition of organizational trust is the extent to which members of one organization hold a collective trust orientation toward another organization (Adams, 2004) . Trust in organization refers to an employee's trust and belief towards the management in cultivating relationships within the organization (Alias, 2013) . Organizational trust (OT) refers to the willingness of a party to be vulnerable to the actions of another party based on the expectation that the other party will perform a particular action important to the trust or irrespective of the ability to monitor or control that other party (Vohs and Heatherton, 2000) . Gilberth and Tang (1998) describe OT as the belief that everybody would act in line with the objectives of the organization and they would be honest. The index in these definitions shows that organizational trust refers to subordinate's trust in the management of an organisation at different levels of its hierarchy, not necessarily his or her immediate manager.
The existence of a climate of trust in an organization keeps the individuals together and enables them to trust each other and act openly. This implies that organizational trust can be described as good will-based or competence based and employees' feeling of safety and support.
Trust in management has been found to be a determinant of subordinate's workplace intentions and behaviour (Ozyilmaz, 2010) . Lack of trust is associated with various forms of implications which includes lost output, incompetence, reduced in revenue, and exhibited antisocial behaviours ). Organizations with a higher level of mutual trust among members and between management and employees may be able to maintain and sustain human talents in order to achieve business competitiveness (Wayne et al., 2002; Liao et al., 2004) .
Organisational trust is one of organisational factors used in judging the probability of employee's engagement in workplace deviant behaviour . cross-sectional study involving 325 workers from six locations of a caregiving organization in the US revealed that trust in an organization was negatively associated with workplace deviance. Lack of trust, on the other hand, generates workplace deviant behaviour (Aquino and Bayron, 2002 ). As such from the studies reviewed, we hypotheses that: H6. Organizational trust has a positive influence on deviant behaviour among hotel staff in Port Harcourt.
Conceptual Framework for the Study
The organisational predators of workplace deviant behaviour model (OP-WDB) for the hotel industry in Port
Harcourt is proposed for this study as shown in Figure 1 
RESEARCH METHODOLOGY
This study used structured questionnaire to gather data relevant to determine the relationship between organisational predictors and employees' deviant behaviour with respect to hotels in Port Harcourt, Rivers State Nigeria. The 12 items questionnaire of workplace deviance developed by Bennett and Robinson (2000) were adopted and modified. Trust in organization scale in Robinson (1996) were adopted, slightly modified and used.
Furthermore, organizational support is measured using a one dimensional scale developed by Rhoades and Eisenberger (2002) . The 11items questionnaire of organizational justice developed in Nguyen (2008) and (Greenberg, 2008 ) was adopted, modified and used for this study. Organizational ethical climate was measured using one-dimensional scale by Schwepker et al. (1997) which comprises of seven items and modified into 5 items in this study. The 5 items each for job demand and supervisory support developed by Spector and Fox (2002) were adopted and modified for this study.
The research population for this study comprised of staff of 25 four stars registered hotels in Port Harcourt.
The sampling units used include 5 out of the twenty-five, four stars registered hotels that were selected through the systematic random sampling. The researchers serially numbered the 25 hotels from 1-25 and automatically picked the first hotel on the list while others were picked at an interval of five thus, five (5) hotels which include: Novotel, Le Meridien Hotel, Golden Tulip Hotel, Park Hotel and Hotel Claridon were selected. It is very rare in research to sample the entire participants in a sample unit except for when the size of such unit is small (Comrey and Lee, 1992) . In this study, it is practically impossible for the researchers to sample every staff in each of the 5 selected hotels; hence, the researchers determine the proportion of the sample unit that should constituted the sample (i.e. the number of respondents which questionnaires shall be administered to). Taro Yamane formula which is given as follows is adopted to determine the sample size used in this study. n = X N= Population Size.
e= Sample Error or level of significance.
However, to determine the sample size of the 5 selected hotels vis-à-vis the population of the employees, the present study conceded to the method of proportional allocation suggested in Kothari (1990) . The concept of propositional allocation suggested that the size of samples from different strata is kept propositional to the size of the strata. Therefore, before applying the Taro Yamane formula, the researchers contacted the management of the 5 selected hotels to obtain the total number of the employees in their various hotels thus; the population (N) size of 208 was obtained as shown in Table 1 . The sample size (n) of employees in each of the 5 selected hotels (i.e. n1....5) to be drawn from the population (N) of 208 was determined as shown in Table 1 . The results show that the sample size for this study is put at 138. Since it is practically impossible to access the nominal register of staff of the 5 selected hotels; hence, the researchers opted for non-probability sampling with convenience sampling technique. Convenience sampling technique is a non-probability sampling method that offered no inclusion of criteria prior to the selection of respondents from the 5 targeted hotels (Sekaran, 2003) . The author further affirmed that the method involves getting participants wherever the researchers can find them, hence, very convenient, cheap and fast. In view of this, the researchers personally visited each of the 5 targeted hotels in Port Harcourt and, thus, administered the structured questionnaires on proportional allocation bases until the sample size of 138 is met. Pearson Moment Correlation analysis that allows for the exploration of the relationship among a set of variables (Pallant, 2010) were adopted for the analysis of data collected. Before proceeding with the analysis of objectives in the present study, the researchers test for the reliability and validity of the instrument used for the study using statistical package for social science (SPSS) software version 23.
The outcome of the reliability analysis shows that each of the organisational predictors has a Cronbach's alpha readings as follows; Organisational Trust, (α=.73), Organisational Support, (α=.71), Supervisory Support, (α=.77), Organisational Justice, (α=.70), Ethical Climate, (α=.81), Job Demand, (α=.74), and Workplace Deviance Behaviour, (α=.72). This result justifies that all the items of the six organisational predictors, and workplace deviance behaviour construct with respect to hotels in Port Harcourt are internally consistent. The findings corroborate (Hair et al., 2006) findings which suggest that a Cronbach's Alpha reading 0.7 and above is considered satisfactory.
In the same vein, the researchers conducted the validity of the scale employed for the study. Hair et al. (2006) suggest the use of factor loading, hence, the item loading should be >.6. The results show that all the items in the instrument met the parameters.
DATA ANALYSIS AND RESULTS
The relationship between organisational predictors and workplace deviant behaviour with respect to hotel staff in Port Harcourt were analysed and results were presented in Table 2 . Table 2 In terms of the strength of the relationship, the result shown that; supervisory support (SS) (r = 0.612); Ethical climate (EC) (r = 0.664); Job demand (JD) (r = 0.767), and Organisational Trust (OT) (r = 0.612) were found to be highly correlated with workplace deviant behaviour in hotel industry in Port Harcourt. From Table 3 , it was depicted that the R-square value of .638 which is an indication of the goodness of fit of the model is statistically significant. In the empirical analysis, it is not unusual to obtain a high R-square as in the case of this model, which could mean that some of the regression coefficients are either statistically insignificant or have signs that are contrary to a-priory expectations. The adjusted R-square value of .450 is also statistically significant which indicate that after taking into accounts; the number of regressors, the model explains about 45% of the variation in workplace deviant behaviour in respect to hotel staff in Port Harcourt, Rivers State. Thus, the remaining 55% is due to other factors and residuals. Also, the multiple R (R= .798) revealed a significant high relationship between independent variable (i.e. Organisational Predictors) and the dependent variable (i.e.
Workplace deviant behaviour) in respect to hotel staff in Port Harcourt. Source: (Researcher Computation, 2018) . Table 4 shows the analysis of variance of the model. The F-statistic which measures the overall goodness of fit and linearity of the relationship in the model at .286 and its probability of .017 is statistically significant. This shows that the model is valid. Thus, based on the findings it can be concluded that there was a linear relationship between the organisational predictors and workplace deviant behaviour in the hotel industry in Port Harcourt Rivers State. Source: (Researcher Computation, 2018) .
In comparing the contribution of each independent variable, Beta values are used as illustrated in 
DISCUSSION OF FINDINGS
The study sought to establish the relationship between organisational predictors and workplace deviant behaviour with respect to the staff of hotel industry in Port Harcourt. The major findings for each objective are as follows;
i. Regarding the relationship between organisational support and workplace deviant behaviour, the study found that organisational support has no significant relationship with workplace deviant behaviour. This finding is in contrary to Monnastes (2010) report that there is a correlation between perceived organizational support and deviance behaviour. It is also reported that perceived organisational support is related to workplace deviant behaviour Sady et al., 2008) . According to Eder and Eisenberger (2006) perceived organisational support would increase employees' obligation to assist the organisation in achieving its goals hence, making them shun acts of deviance.
ii. In respect to the relationship between supervisory support and workplace deviant behaviour in hotel industry, the finding shows that supervisory support positively influences workplace deviant behaviour among hotel staff in Port Harcourt. This finding is in agreement with Kaplan et al. (2007) hence, argued that the way managers behave influences employees behaviour. Pamenter (2002) affirmed that a frustrated and maltreated employee by their managers will sabotage organizational property (Pamenter, 2002) . This argument is upheld in Everton et al. iii. On the relationship existing between organisational justice and workplace deviant behaviour in the hotel industry, the study found a non-significant relationship between organisational justice and workplace deviant behaviour among the staff of four stars hotels in Port Harcourt. This finding disagrees with Ambrose et al. (2002) and Jones and Skarlicki (2005) who argued that organisational justice is a strong predictor of sabotage (i.e. damaging or disruptive behaviour) and another negative behaviour. In another report, feelings of injustice include individual beliefs that he or she is not being compensated properly lead to negative behaviour at the workplace (Mitchell and Ambrose, 2007) . The implication of this finding with respect to the hotel industry in Port Harcourt is that there is no correlation between organisational justice and deviant behaviour.
iv. In respect to the relationship existing between ethical climate and workplace deviant behaviour in hotel industry, the study found a positive and significant relationship between ethical climate and workplace deviant behaviour among staff of four stars hotels in Port Harcourt. This finding agrees with Leung (2008) who reports that it is crucial to creating strong ethical climates in order to prevent unethical acts. A lack of principled climates is a predictor for deviant behaviour (Martin and Cullen, 2006) . Organizations that foster adherence to internal policies have the lowest risk to be the victim of property deviance such as stealing and sabotaging equipment (Appelbaum and Shapiro, 2006) . Caring climates and principled climates are positively related to employee's job satisfaction, while the instrumental climates are negatively related (Martin and Cullen, 2006) . The implication of this finding with respect to the hotel industry in Port Harcourt is that there is a positive and significant correlation between ethical climate and workplace deviant behaviour.
v. On the relationship existing between job demand and workplace deviant behaviour in hotel industry, the study found a positive and significant relationship between job demand and workplace deviant behaviour among staff of four stars hotels in Port Harcourt. This finding agrees with Xanthopoulou et al. (2007) which opined that job demand can increase employees' strain which eventually causes stress and depression. Numerous researchers also opined that job demand can increase employees' burnout which may result in many forms of employee workplace deviant behaviour (Schaufeli and Bakker, 2004; Xanthopoulou et al., 2007; Balducci et al., 2011 ). Balducci et al. (2011 found that job demand is associated with deviant workplace behaviour. The implication of this finding to hotel industry in Port Harcourt is that job demand is an organizational factor that can arouse employee stress which is manifested by employees engaging in workplace deviant behaviour.
vi. On the objective which determined the relationship between organisational trust and workplace deviant behaviour in respect of hotel staff in Port Harcourt. The finding shows that a positive and significant relationship between organisational trust and workplace deviant behaviour. This finding is in accordance to previous studies which reports that lack of trust in organisation be employees is associated with various forms of implications which includes lost output, incompetence, reduced in revenue, and exhibited antisocial behaviour .
Organisational trust is one of organisational factors used in judging the probability of employee's engagement in workplace deviant behaviour . Lack of trust, on the other hand, generates workplace deviant behaviour (Aquino and Bayron, 2002) . The implication of this finding is that existence of a climate of trust in a hotel organization keeps the individual employees together and enables them to trust each other and act in civility manner.
CONCLUSION
One of the conclusions that could be drawn from this study is that the extent at which hotel organisation supports their staffs is not a determinant of staffs taking to deviant behaviour. This may be due to the fact that the term perceived organisational support is relative in nature as it explains employee's feelings. Hence, the extent to which employees feel satisfied with the kind of support they received from their organisation varies. What satisfies an employee in a hotel organisation may differ in another. Furthermore, another conclusion that could be drawn from this finding is that the extent of supervisory support enjoyed by hotel staff determines their civility behaviour.
In addition, this study can also conclude that the more positive the work climate of hotels in Port Harcourt is to employees; the higher the employees' trust in the organisation, hence reduced their chances of taking to deviant behaviour. It can as well be concluded that the higher the employees' trust in the organisation, the reduced is their chances of taking to deviant behaviour.
